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Abstract 
This research attempts to examine the personal characteristics of lifelong learners and their 
motives behind pursuing lifelong learning. The research uses a cross-sectional data obtained 
from a sample of individual adult learners who are pursuing various lifelong learning 
programmes located at various regions of the country. A total of 767 usable questionnaires 
were returned for analysis.  The findings from this study show that intrinsic benefits are the 
key drivers that motivate adult learners to participate in LLL.  However, adult learners who 
are from younger age cohort (20-29 years old) and those who are not married had scored 
significantly higher extrinsic benefits. The results also show significantly difference for 
Chinese respondents who were found to have lower mean scores for both internal and external 
benefits compared to other ethnic groups.  
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Introduction 
Malaysia is experiencing the impact of globalisation and is confronted with many challenges. With 
intense competition and the emergence of countries such as Vietnam, China and India, Malaysia 
cannot compete based on traditional labour-intensive economic activities. The nation needs to 
strengthen its competitiveness and venture into a new growth area specifically in the area of 
knowledge-based economy. To achieve this aspiration, the nation requires world class human capital 
that must be knowledgeable and highly-skilled. Education is perceived as an important means to 
develop knowledgeable, skilled and innovative human capital to drive the knowledge-based economy.  
The national workforce not only needs to upgrade skills, but also acquire new ones. In other words, 
greater effort needs to be initiated to develop Malaysia’s human capital. One of the identified means is 
by placing greater emphasis on providing lifelong education and skills training to its citizens.   
Knowledge and skills change very quickly and nothing lasts permanently; employees need to learn, 
unlearn and relearn new knowledge and skills continuously to enhance their employability in an 
uncertain job market (Kang, 2007).  Lifelong education can play an important role to provide 
opportunities for employees to enhance their employability and add value to themselves through 
continuous acquisition of new knowledge and skills. According to the Organisation for Economic Co-





educational attainment and a growth in productivity. Education and training help to lift the 
productivity of individuals and economies (McLean, 2005). Hence, the awareness and understanding 
by individuals that learning is a lifelong pursuit need to be promoted. 
The possibilities of offering lifelong education programmes are endless due to the growing demand. It 
cannot be denied that the key for survival in both business and public sectors in the era of 
globalisation is the acquisition of new knowledge and skills among workers. Many organisations have 
embarked on a road map for employees’ professional and continuous training in order to build a pool 
of multi-skilled workers with state-of-the-art knowledge. Hence, the demand for LLL has also 
resulted in education becoming a growing industry in Malaysia and other parts of the world. LLL 
education practitioners and providers have capitalised on this opportunity to provide market-oriented 
LLL programmes catering especially to the needs of the working adults.  
 
Many LLL initiatives in Malaysia are still at the experimental stage and still encountering teething 
problems.  This is mainly due to the fact that many LL education providers are new entrants into this 
industry. Many policy makers, planners, managers and practitioners still lack experience and 
knowledge about the status of LLL in Malaysia and major issues confronting the stakeholders. This is 
mainly due to the limited and lack of comprehensive research that had been conducted on important 
issues such as the profile and characteristics of students who pursued LLL, factors that drive the 
uptake of LLL, programme attributes, motives of LLL and other factors related to adult learning. 
Hence, there is a dire need for a research that focuses on LLL in Malaysia. 
This paper reports on the findings of a study on LLL in Malaysia, focusing on the perceived benefits 
of LLL. The next section briefly discusses implications of LLL, followed by methodology adopted, 
analysis and results and lastly, the implications. 
Implications of Lifelong Learning 
Investing in education can bring two kinds of returns, namely economic and social returns. Citizens 
who are well-educated and trained are potential workforce for achieving excellence, innovativeness 
and competitiveness.  Social returns could be achieved by providing a conducive condition for equal 
opportunities and social participation (Figel, 2007).  
On individual basis, adult learners pursue LLL for different reasons ranging from personal 
enrichment, job mobility, enhancing individual’s employability and staying ahead of competitors 
(Knoll, 2005). Past studies have also found other reasons for adult learners to participate in LLL,  that 
include coping with the rapidly changing technology, economic opportunities, enhancing quality of 
life and being gainfully employed (e.g. Erlance, et al., 2008). Marcotte, et al. (2005) have found 
substantial evidence that LL education has positive effects on earnings among young workers. 
A study conducted by Conlon (2002) sponsored by the Centre of Economics of Education (CEE) 
shows that all kinds of LLL (academic, vocationally-related and occupational), significantly raised the 
probability of individuals returning to the labour market. Furthermore, there is compelling evidence 
that showed those who were out of the labour market, were able to use LLL to help themselves in 
their transition into the labour market and resecure employment.  
However, the CEE report shows that undertaking LLL did not have significant effects on the 
probability of remaining in employment for those who were already in employment. This implies that 







This is an exploratory study using the survey approach.  The population of this study comprises 
students who are currently pursuing various executive diploma programmes offered by the PPE-
UUM. The sampling frame which comprised a list of current students (N = 3,213) was obtained from 
PPE-UUM. The research process comprised developing the research instrument, pre-testing and pilot 
testing of the questionnaire, followed by field work.  
The questionnaires were distributed with the help of programme partners to students attending classes 
on a particular day. One thousand two hundred questionnaires were distributed and a total of 854 
questionnaires were returned. However, only 767 questionnaires were deemed usable for analysis, 
thus the response rate was about 64%.  
Table 1: Respondents’ Profile 


























































































Approximate Monthly Income 
Less than RM1000 
RM1001-RM 2000 
RM 2001-RM 3000 














Financing from family members 
Financing via bank loan 






















Results and Analysis 
Based on literature review and feedback from interviews with students, ten LLL benefit items were 
identified. The items are shown in Table 2. All the ten perceived benefits are rated highly with mean 
scores above 3. The highest benefit perceived to be gained by respondents from LL education are 
improved self-esteem and increased knowledge which both having the same mean score (4.39). It is 
followed by improved skills (mean 4.36) and furthering of studies (4.34). The lowest mean score is 
for the item ‘salary increment’ with a score of 3.67. 
Table 2: Items for Perceived Benefits 
 N Mean* Std. Deviation 
Improve self-esteem/self-
confidence 750 4.39 .900 
increase knowledge 750 4.39 .946 
improve skills 748 4.36 .948 
further my study 747 4.34 .945 
motivate family members 748 4.30 .997 
job security 745 4.16 .989 
better working environment 745 4.10 .958 
job in other organisation 740 3.98 1.053 
secure a promotion 740 3.82 1.109 
salary increment 736 3.67 1.152 
Valid N (listwise) 728   






Principle Component Analysis was then used to reduce the benefit items to a smaller meaningful 
number of factors or dimensions. Prior to the analysis, KMO MSA and BTS results indicated that two 
out of the ten items, i.e. ‘job security’ and ‘better working environment’, have very low inter-
correlation with the rest. After dropping the two items, the remaining eight items were found suitable 
for factor analysis (Table 3). Two factors were extracted based on the latent criterion of Eigenvalues 
of more than 1, which explained about 84 percent of the variance (Table 4). 
 
Table 3: KMO and Bartlett's Test for Perceived Benefits 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .894 
Bartlett's Test of Sphericity Approx. Chi-Square 5972.139 
  df 28 
  Sig. .000 
 




Total % of Variance Cumulative % 
1 5.654 70.675 70.675 
2 1.070 13.373 84.048 
3 .376 4.705 88.753 
4 .305 3.808 92.561 
5 .213 2.663 95.224 
6 .166 2.072 97.297 
7 .135 1.685 98.981 
8 .081 1.019 100.000 













Increase knowledge .886 . 
Improve my skills .870  
Self-esteem/self-confident .875  
Further my study .872  
Motivate family members .840  
Secure a promotion  .879 
Salary increment  .926 
Job in other organisation  .672 
Extraction Method: Principal Component Analysis.  Rotation Method: 
Varimax with Kaiser Normalization. 
Rotation converged in 3 iterations. 
Table 5 shows that factor 1 consists of five items which commonly represents the cognitive and 
affective aspects of an individual. This factor is named “intrinsic benefits”.  Items loaded onto factor 2 
suggest career related construct.  Hence, factor 2 is named as “extrinsic benefits”. 
Aggregate mean for each factor shown in Table 6 also suggests that respondents score higher mean 
for perceived intrinsic benefits compared to perceived extrinsic benefits. Hence, it can be seen that 
intrinsic benefits are better to motivate students for the uptake of the LLL programmes.   
Table 6: Descriptive Statistics for Intrinsic and Extrinsic Benefits 
  N Mean 
Std. 
Deviation 
Intrinsic benefits  750 4.3547 .86957 
Extrinsic benefits  744 3.8201 .99318 
Valid N (listwise) 744    
Further analysis on differences of mean using paired sample t–test provides evidence that there is a 
significant difference between the perceived intrinsic benefits and extrinsic benefits (t = 18.678, d.f. = 
743; p < 0.001). Correlation analysis results between the two categories of benefits indicate 
significant correlation (r = 0.659; p < 0.001).  The results indicate that the two categories of benefits 
are highly correlated but the degree of perceived benefits is significantly different. Intrinsic benefits 





Analyses for differences of mean between types of benefit and respondents’ background namely 
ethnic groups; gender; age-group and marital status were also performed. 
The results show significant differences in mean scores for both intrinsic and extrinsic benefits among 
different ethnic groups. Table 7 shows that Chinese respondents have rated lower mean score (4.1; 
3.5) compared to Malay (mean 4.4; 3.8), Indian (mean 4.4; 4.0) and other ethnic groups (mean 4.5; 
4.0) for both benefit dimensions. 
Table 7: Descriptive Statistics for Benefits among Ethnic Groups 
  
 Ethnic 
groups N Mean 
Std. 
Deviation 
Intrinsic  Malay 430 4.4049 .82054 
benefits Chinese 94 4.0809 .77227 
  Indian 183 4.3536 1.00180 
  Others 35 4.5257 .75473 
    
Extrinsic  Malay 427 3.7830 .98376 
benefits Chinese 91 3.5476 .84739 
  Indian 183 3.9909 1.07385 
  Others 35 4.0381 .83145 
    
Results of Analysis of variance showed that there are significant differences in mean scores among 
ethnic groups for perceived intrinsic benefits (F=4.121; p<0.05) and, perceived extrinsic benefits 
(F=4.927; p<0.05).  
ANOVA results do not produce sufficient evidence to show significant differences exist in mean 
scores rated by respondents from different age-groups on perceived intrinsic benefits (Table 8).  
However, significant differences are found among age-groups for perceived extrinsic benefits 
(F=13.333; p<0.05).  The extrinsic benefits accrued by the respondents are relatively high. Significant 
differences are noted between respondents from 20-29 years old category and the remaining two 
categories. Respondents from the youngest age-group have higher perceived extrinsic benefits (mean 








Table 8: Descriptive Statistics for Benefits among Age Groups 
 
Age group N  Mean  
Std. 
Deviation  Std. Error  
Intrinsic  20-29 327 4.3737 .89191 .04932 
benefits 30-39 290 4.3286 .84986 .04991 
  >=40 130 4.3623 .86904 .07622 
    
Extrinsic  20-29 327 4.0265 1.00203 .05541 
benefits 30-39 288 3.6447 .94512 .05569 
  >=40 126 3.6733 .98892 .08810 
Analysis of differences in mean scores only indicated significant difference between perceived 
extrinsic benefits and respondents’ marital status (t = 3.42; p < 0.001).  Respondents who are not 
married have higher level of perceived extrinsic benefits compared to respondents who are married 
(Table 9).  However, the mean scores for intrinsic benefits for both single and married respondents are 
relatively high with scores of 4.3 and 4.4 respectively.    
Table 9: Descriptive Statistics for Benefits among Marital Status Groups 





Intrinsic  single 308 4.3110 .94280 .05372 
benefits married 413 4.4002 .79570 .03915 
Extrinsic  single 307 3.9712 1.03917 .05931 
benefits married 409 3.7172 .93645 .04630 
Both male and female students have acknowledged gaining high intrinsic and extrinsic benefits as a 
result of pursing LL education (Table 10). However, t-test results indicate no significant difference in 









Table 10: Descriptive Statistics for Benefits between Gender Groups 
  Gender N Mean 
Std. 
Deviation 
Intrinsic  male 365 4.3279 .99016 
benefits female 382 4.3793 .73966 
Extrinsic  male 365 3.7744 1.06387 
benefits female 376 3.8604 .92099 
To summarise the findings of benefits accrued from LLL, improving individual self-esteem was 
ranked the most important benefit of pursuing LL programmers by the respondents, followed by 
increasing one’s knowledge and skills. These could be seen as intrinsic benefits accrued from LLL. 
On the other hand, securing jobs in other organisation, securing promotion and salary increment were 
ranked at the lower hierarchy of benefits by the respondents. These benefits could be categorised as 
extrinsic benefits of LLL. 
In depth analysis revealed that Chinese respondents were found to have lower mean scores for both 
intrinsic and extrinsic benefits compared to other ethnic groups. The youngest age-group (20-29) 
scored significantly higher extrinsic benefits than the other older groups. The unmarried respondents 
also reported to gain higher level of extrinsic benefits compared to married respondents. In terms of 
intrinsic benefits, even though married respondents seemed to score higher, the difference was not 
statistically significant. However, the both benefits perceived by male and female respondents were 
equally high which could be inferred as they were satisfied with the outcomes of pursuing LL 
education. 
Implications 
The findings from this study had several implications. Overall, the high perceived benefits score 
indicates the respondents are highly motivated to pursue LLL. Generally, intrinsic benefits are 
significantly higher than extrinsic benefits. This shows that self-enrichment and social returns are 
better drivers of LLL than economics returns. Married respondents also perceived intrinsic benefits to 
be higher than extrinsic ones in the form of social returns, good role model for family. This study had 
also provided evidence that learning does not necessarily confined to certification or gaining extrinsic 
benefits such as higher salary and better job opportunities. The results could imply that adult learners 
have begun to participate in LLL as way of realising a meaningful life. This augurs well for the future 
of LLL in terms of the internalisation of LLL among Malaysian. 
However, the unmarried and young age-group adult learners had perceived extrinsic benefits to be 
stronger motivators. This could be due to the fact that they are at the beginning of their career and 
view LLL as a means to build up sound economic base and for their future career advancement. 
Similarly, Chinese respondents were found to have lower mean scores for both intrinsic and extrinsic 
benefits compare to other ethnic groups which indicate cultural differences do play a role for the 





Hence, the current blanket approach adopted by policy planners and LL education providers to 
promote and implement LLL initiatives need to be reassessed. Ethnic differences, age and marital 
status of adult learners should be taken into consideration for the planning, developing, promoting and 
implementing future LLL programmes in Malaysia. 
Reference 
Conlon, G. (2002). The Determinants of Undertaking Academic and Vocational   Qualifications in the 
United Kingdom, Centre for Economics of Education, LSE.  
Erlance, K. G., Jamaliah, S., & Daud A. (2008). Determinants of Malaysia adult learners, US-China 
Education Review, 5(5), 17-26. 
Figel, J (2007). Lifelong learning, adult education, and achieving the Lisbon Goals, Adult Education 
and Development, 67, 17-22. 
 
Kang, D.J. (2007). Rhizoactivity: Towards a post-modern theory of lifelong  learning,Adult 
Education  Quarterly, May, 2007, 205-220. 
Knoll, J. C. (2005). What are the general characteristics and common core of adult and continuing 
education? Adult Education and Development, 64, 73-81. 
Malaysia (2006). Ninth Malaysia Plan 2006-2010. Putrajaya: EPU 
Malaysia (2010) New Economic Model for Malayisa Part 1. Putrajaya: NEAC 
Marcotte, D.E., Bailey, T., Borkoski, C. & Kienzl, G.S. (2005). The returns of a community college: 
Evidence from the National Education Longitudinal Survey, Educational Evaluation and 
Policy Analysis, 27(2), 157-175. 
McLean, J. (2005). Education: the driving force behind growth and prosperity, The British Journal of 
Administrative Management, April/May, 18. 
Organization for Economic Cooperation and Development (1996), Lifelong Learning for All, Paris: 
OECD.  
 
 
 
 
